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CHAPTER I. INTRODUCTION
Preamble
Labor market forecasts are essential for government decision
makers, manpower and educational planners, vocational counselors,
and individuals seeking career infonnation. The business of making
projections is, however, a complex task, and the usefulness of such
projections is dependent on the consideration given to certain
factors. If the forecaster aims at making long-range projections,
he may miss some Immediate needs. If, on the other hand, he focuses
his attention on immediate needs, his projections may be shortsighted.
Another difficulty in making accurate labor market projections
stems from a lack of identification and/or understanding of those
factors that influence the respective labor markets and a resultant
tendency to undergird projections with questionable assumptions.
Still another major factor that affects the accuracy of manpower
forecasting is change of policy. Policy changes may render previously
valid assumptions and predictions invalid. An economy committed to
domestic social and economic programs, for example, will have very
<^lfferent manpower needs from those of an economy heavily committed
to defense-oriented programs. Thus, a change in policy will have
considerable impact on the assimiptions and projections made.
The failure of the forecaster to disaggregate the labor force
for which he is forecasting is yet another major factor that could
affect the accuracy of projections. Individual labor markets in ai^
country's econon^ are affected differently by changes that influence
the total economy. At the same time, specific labor markets are
affected often by unique variables. Vocational education, for example,
is very dependent on the economy of the surrounding ccramunity which
is itself subject to the state of the economy at large. As indicated
by Evans (1971), the need for vocational education derives from the
manpower needs of the society as well as from the demands of the
enrollees. The need for vocational education is, in turn, derived
from the demands for vocational education. To the degree to ^ich
vocational education attempts to meet the manpower needs of society,
vocational education will be continually changing to reflect the
shifting needs of the labor force.
Brown (1967) lent credence to the idea that manpower demand
results basically from the same general conditions or events in the
market place regardless of type or level of occupation. Brown found
from his study of over 7,000 mobile professors that job vacancies in
higher education were caused by the following conditions:
(1) Expansion demand (newly created jobs).
(2) Replacement demand (death, retirement, return to studies,
vertical mobility within occupation, occupational mobility,
leaving educational occupation).
(3) Shift demand (educator moved to other school).
(4) Temporary demand (on leave).
Brown found that even during the middle sixties, w^ien higher
education programs were expanding, over 50 percent of the vacancies
were due to replacement needs as opposed to expansion needs. After
reviewing research on occupational mobility in the United States
(Llpset and Bendlx, 1959; Palmer, 1954), Taylor (1968) wrote . ,
the typical American worker probably changes his job once in every
three to five years" (p. 75).
Mobility of workers is neither totally disadvantageous nor totally
advantageous to both the individuals involved and the society. Brown
(1967) and Taylor (1968) indicated that mobility is functional or
dysfunctional, as it:
(1) Enables the labor force to be geographically and technologicaHy
situated in those places where it is most needed,
(2) Constitutes a tnechanisni for the individual to achieve success
and career fulfillment.
(3) Contributes to the frustration and psychological and sociological
adjustment problems of the individual and his family.
(4) Costs the hiring agency money and effort to reorient and,
where necessary, retain the worker,
(5) Contributes to discontinuity and Instability in academic
and administration programs and, hence, in the students'
educational sequence.
Statement of the Problem
The nature of the labor force in industrial education is such
that the educators have salable skills outside the educational institu
tion and often have previously established reference groups outside
of education. For example, though the welding instructor may not
consider welding as a profession, he or she has close ties to It, and
considers it periodically as an alternate source of employment. In
fact, the relative ease with which many industrial education instructors
can move into and out of educational positions may cause considerable
problenos for those individuals or agencies who need to predict any
aspect of industrial education manpower supply and demand. An under
standing of the mobility of industrial educators is, therefore, an
essential prerequisite to making manpower forecasts in this field.
The main problem of this study was to determine the mobility
patterns of selected Iowa secondary schools' industrial arts teachers.
Of particular interest to the study was the mobility of the industrial
education graduates of Iowa State University which was the result of
individuals changing schools or leaving the field of teaching for
employment in other fields or leaving industrial arts teaching for
the teaching of subjects other than industrial arts.
Purpose of the Study
The primary purpose of the study was to generate information
relative to the job mobility of the graduates of industrial education
(teaching option) from Iowa State University. Such information could
be helpful to the vocational program administrator in hiring personnel
and in meeting in-service education needs. The information consisted
of the identification of certain demographic, professional, and other
factors that discriminate between those teachers who have a propensity
to:
(1) Stay in industrial arts teaching.
(2) Leave industrial arts teaching.
The study was directed more specifically to identify the pattern
of mobility of the graduates in terms of:
(a) Staying In the same position for a period of time.
(b) Changing industrial arts teaching position within a period
of time.
(c) Changing from industrial arts teaching to the teaching of
non-industrial arts subjects.
(d) Changing from teaching to non-teaching fields.
The information also consisted of the identification of factors
' related to curriculum improvement which could be useful to the program
administrator in reviewing the program so as to be further responsive
to the individual teacher's job needs.
The problem of mobility cannot be divorced from that of job
satisfaction. Balyeat (1968) and Herzberg (1959) indicated that one
approach for an agency attempting to understand the mobility of a
specific occupational group is to initiate a study of Job satisfaction
which usually leads to certain general descriptive statements regarding
which factors are primarily satisflers and which are dissatisfiera, and
in some cases, to a consideration of the relationship between these
factors and remaining in or leaving the job.
Another purpose of the study was to generate job satisfying and
dissatisfying factors which could be useful to administrators in coping
with the personal needs of teachers. Furthermore, the study sought to
answer the following questions:
(1) Is the classification of the teachers dependent on such
factors as marital status and feelings about college prepara
tion for industrial arts teaching?
(2) Are there any significant differences among the various
identified groups of subjects in terms of environmental,
professional, and sociological factors?
Assumptions of the Study
The following asstimptions were made concerning the study:
(1) The sample included in the study would be representative
of the teachers or workers.
(2) The questionnaire used to collect data is valid and reliable.
(3) Any uncontrolled variables in the study are uniformly distrib
uted over the entire sample,
(4) The groups into which the sample would be divided are inde
pendent of one another.
Definition of Terms
The following definitions were adopted for the purpose of.the
study:
1. Industrial Arts
Industrial arts are those educational programs organized for
the development of understanding about all aspects of industry
and technology, including learning experiences involving activities
such as experimenting, designing, constructing, evaluating, and
using tools, machines, materials, and processes, and which may
assist individuals in the making of informed occupational choices,
or may prepare them for entry into advanced trade and industrial
or technical education programs.
2. Industrial Education
Industrial education is a generic term applying to all types
o£ education related to industry, including industrial arts educa
tion, vocational industrial education (trade and industrial educa
tion) , and much technical education.
3. Vocational Education
Vocational education is a type of education designed to
prepare individuals for gainful emplo^ent as semi-skilled or
skilled workers or technicians in recognized occupations.
4. Job Mobility
Job mobility is a change in a person's job status; that is,
change in the nature of his duties and/or in the organization in
which they are performed.
5. Occupational Demand
Occupational demand refers to information directly descriptive
of specific jobs which are, or might be, available and to informa
tion which can affect the number and type of available jobs, e.g.,
business expansions or business starts.
6. Occupational Supply
Occupational supply refers to information directly descriptive
of workers who are available or might be available for work and
to information such as plant closings which affect the supply of
workers.
7. Labor Force
Labor force refers to a body of employed workers (aa of a corpo*
ration or in an industry) at a particular place or period of time.
88. Demographic Information
Demographic information is used to describe general attributes
of the population for the purpose of this study.
9. Occupational Education
Occupational education refers to any education with a direct
career relationship. It is a broad generic term describing voca
tional education at the postsecondary level but not limited to any
particular delivery system.
10. Career
Career is a succession of paid-work experiences extending
through life with no distinction as to increasing satisfaction or
increasing status.
11. Environmental Factors
Environmental factors are external factors and influences
affecting human behavior over which an individual has no control.
12. Sociological Factors
Sociological factors are factors which affect the ability
of an individual to adapt to the social needs of the community
or to get along with and to behave like others in his social group.
13« Professional Factors
Professional factors are items associated with the role of
teaching and which may affect the ability of the teacher to fulfill
the expectations of his job.
CHAPTER II. R2VIEW OF LITERATURE
Introduction
The review of litierature in this chapter has concentrated mainly
on the mobility of educators in general rather than limiting itself
to the mobility of industrial educators. The assumption here was that
the labor markets of industrial educators were subject to essentially
the same laws and pressures as other labor markets so that much could
be gained by studying other labor markets and the movement of people
within and among these markets. The review has been divided into four
sections:
(1) Conceptual framework for describing job mobility and career
causality.
(2) Career patterns and components.
(3) htobility of educators.
(4) Factors affecting job mobility.
Job Mobility and Career Causality
In his study of "mobile professors," Brown (1967, p. 48) simimarized
the classical wage theory. The theory, according to him, suggests
that for an ideal market to function, five conditions must exist:
(1) Entry into and exit from the market is unrestricted.
(2) Complete knowledge exists among all participants in the market.
(3) Movement of resources is instantaneous and costless,
(4) All decisions are economically rational, made in accordance
with the principles of profit maximization.
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(5) Decisions are made by a large number of demanders and suppliers
acting independently of each other.
An ideal market is one in which resources are allocated with
perfect economic efficiency. Brown pointed out the economic theory
which posits that the best allocation of scarce resources depends upon
suppliers moving toward the demanders that offer the best jobs. In
his attempt to explain mobility. Brown used this illustration:
When two parties, one a supplier and the other a
demander come together and agree upon mutually
satisfactory terms of employment, turnover results.
Mobility occurs.
It should be noted that the degree to which the five conditions
for an ideal market exist determines the economic efficiency of the
particular labor market as well as, to a large extent, the freedom
of the individual to make career decisions within the labor market
setting.
Among the several conceptual frameworks for describing job mobility
and career causality is that of Miller and Form (1964). This framework
rejected both the individual and social causation theory of career
patterns in favor of an equilibrium theory that suggests that career
patterns are determined by four forces which act on the individual
worker — social background, native ability, historical circumstances,
and acquired personality traits.
Katzell, Korman, and Levine (1971), rather than concentrating
on the causation theories of careers, looked more specifically at
job changes and offered a conceptual model for understanding worker
mobility. The model delineated several different types of job mobility:
11
(1) Initial entry into an occupation or job.
(2) Turnover (leaving the agency because of termination or
discharge, layoff, quitting for another job within or outside
the field, retirement, illness or death, etc.).
(3) Internal mobility (within-agency, promotion, transfer, or
demotion -- otherwise referred to as upward, lateral, and
downward mobility) (p, 4).
Katzell et also viewed worker job mobility as a function of
two major processes -- occasion and choice. Occasion was explained as
including those factors which are outside the worker's control and
\rtiich determine \irtiether mobility is possible. It could occur in the
form of opportunities or necessities for mobility. Two major aspects
of "occasion" affecting job mobility, according to the framework are:
(1) labor market for an occupation and (2) personnel policies and
practices of individual agencies and institutions in the field. In
an expanding labor market, more opportunity for mobility is afforded.
Conversely, in a contracting labor market, opportunity is less, while
there may be more instances of mobility due to necessity. Also, an
agency's recruitment practices may or may not bring job openings to
the worker's attention (p. 7).
Choice, on the other hand, is the individual's decision to change
or not to change his job. The framework pointed out that, in general,
an individual s choices are a function of his expectancies concerning
the likelihood that changing jobs, or remaining where he is, will
result in greater goal attainment or will reduce aversions (unpleasant
stimuli) (p. 4).
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The authors (Katzell ^ , 1971) suggested in the conceptual frame
work further that in order to predict a choice, one must know what the
individual's goals and expectations are, and that the individual's
demography and characteristics of the work environment could also be
useful in predicting worker job mobility (pp. 4-5).
Another model, offered by Jackson and Crockett (1964) and Taylor
(1968), considered career causality. Based on a study of 1,023 adult
males living In private households, the authors concluded that occupa
tional transmission in the United States in 1957 was closer to open
equality (father's occupation has no effect on son's occupational
choice) than to maximum inheritance (sons follow occupational level
of father). However, the conclusion of a similar study, Blau and
Duncan (1967), contradicted those of Jackson and Crockett (1964) and
Taylor (1968) in part. Blau and Duncan used a population of nearly
40,000 adult males to study intergenerational mobility. They concluded
that occupational Inheritance was greater in all cases than suspected
on the assumption of open equality, that upward mobility was more
common than downward mobility, and that short-distance moves were
more prevalent than long-distance moves.
Career Patterns
Evans and McCloskey (1973) conceived of career as built through
a series of experiences which affect sequences of decisions, most of
which are recoverable, occurring throughout life. These decisions,
according to the authors, could be planned, they could occur by chance,
or some combination of planning and chance could be involved.
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The authors also Indicated that the majority of the research on career
development suggests that most careers in the United States follow
one of the latter two patterns.
Different authors have defined "career" concept in different ways.
Evans and McCloskey (1973) defined an ideal career as "a succession of
work experiences, each of which is personally more satisfying than
the one that precedes it." Taylor (1968), on the other hand, defined
career as "a succession of related jobs, hierarchical in prestige, with
ordered directions for an individual to pass through them in a predict
able sequence." By this definition, Taylor expressed the opinion that
most occupational men and women in the nation's labor force experience
only some elements of career patterning, but less than total careers
(p. 266).
In 1951, Miller and Form carried out a study on the work histories
of 276 men in Ohio. The study led them to formulate five work periods
which were later (Miller and Form, 1964) suggested as the work adjust
ment periods spanning a full life. The periods were: (1) preparatory
period, representing early experiences and adjustments in the home,
school, and community; (2) initial work period, identified with part-
time and/or summer employment which the worker feels is "temporary"
and "secondary" to his school life; (3) trial work period in which
the individual takes full-time &iiployment and truly begins his struggle
to find himself in the world of work; (4) stable work period which is
characterized by the worker finding a relatively permanent job,
demonstrating relatively satisfactory work adjustment and developing
a feeling of Identification with his work colleagues; and (5) retirement
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which is characterized by the absence of a full-time job following
the stable period. The study (Miller and Form, 1951) also gave rise
to the description of six types of career patterns which were formed
among those men, four of which were considered most conmon:
(1) The stable career pattern in \<^ich individuals essentially
skipped the trial work periods by entering an occupation,
often after extensive training, and did not leave that
occupation. This pattern was found primarily among men in
most professional and some other high status occupations.
(2) The conventional career pattern in which the writers basically
followed these five work periods identified earlier.
(3) The unstable career pattern in which the workers followed a
sequence of "trial-stable-trial," moving from a stable period
into another trial period. This pattern was conmionly seen
among men in the middle-status occupations.
(4) The multiple-trial career pattern in which the worker tried
many occupations before "settling down." This pattern was
often observed in the lower-status occupations.
Mobility of Educators
While the focus of considerable research for many years has been
on the concept of mobility in the labor market (Curtis, 1960; Davidson
and Anderson, 1937; Jackson and Crockett, 1964; Lipset and Bendix,
1959; Perrucci, 1961), relatively little research seems to have been
conducted on the mobility of educators. Brown's (1967) study of
college and university professors utilized seven cause and/or effect
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factors to study the relative scarcity of personnel In 23 disciplines.
Nearly 74 percent of the 10,312 mobile professors in the sample
responded to the mailed questionnaire regarding conditions during
the 1962-63 school year. Of particular interest were the following
findings:
1. When asked, "What is your predecessor doing this year?" the
respondents' answers provided this picture. Twenty-three percent
of the positions were vacated by professors changing colleges;
43 percent of the positions were newly created, so there was no
predecessor; 2.8 percent of the vacancies resulted from professors
moving into business or government positions (p. 28).
2. The respondents, when asked what their activity had been the
previous year, gave the following report: 32 percent had been
teachers in higher education; 39.6 percent had been students;
9.7 percent had been primary or secondary teachers; 10,2 percent
had been in business, government, or foundation work (p. 33),
Brown stated:
The supply of professors available to American
higher education is not, even in a given year,
fixed and rigid. In a limited sense, donand
brings forth supply. One-third of all newly
hired faculty (over 10,000 individuals) would
not be teaching in higher education if an active
recruiter had not interested thera with a specific
offer (p. 47).
3. About 53 percent of the respondents indicated that they expected
to stay less than four years in their present job. Only 17 percent
considered their new job as permanent (p. 35).
16
4. The responses to the question on geographic mobility showed that
the median length of move by the professors in the study was
approximately 500 miles; more than one-fourth moved over 1,000
miles. Brown concluded on the basis of these responses that the
college teacher labor market is nationwide.
Commenting on Brown's study, Wiens (1974) stated that in
one respect, the labor markets of college teachers and occupational
educators were alike — in both cases, entry into the labor market
did not require a teaching certificate based on a baccalaureate
program. Consequently, the statement by Brown concerning the
flexibility of the American higher education labor market could,
perhaps, according to Wiens, be paraphrased for occupational
educators, suggesting that the labor market for occupational
educators is flexible and, to a greater or lesser degree, dependent
on the recruiting done.
Factors Affecting Mobility
Education
The relationship between education and occupational status has
been well established (Blau and Duncan, 1967, pp. 402-403), but the
relationship between education and occupational mobility is not as
clear, since education is usually considered incidentally as it
qualifies individuals for certain occupations. Education is inter
related with a number of other factors; e.g., a high level of school
ing is required for professionals, and professionals tend to be more
geographically mobile than are people in the major categories, except
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for farm laborers (Miller and Form, 1964, p. 66), In the Oakland
study (Lipset and Bendix, 1959, p, 153), the average number of jobs
per respondent's work history was determined by occupational group.
A possible explanation Is that (1) persons who can best afford educa>
tion tend to get the best vocational guidance both in school and at
hcxne, and (2) persons who have invested considerable time and money
in getting their education have a stronger feeling of commitment to
the occupation (Sharp, 1970, pp. 69-73). The second point Is likely
to be a factor in reducing occupational mobility, but would not prevent
job mobility, a process used by many to move vertically.
Hlestand (1971) saw graduate study for "middle-aged" persons
(after 35 years of age) as an indication of occupational change. In
1966, he found that 16.5 percent, 20.4 percent, and 8.7 percent of
the graduate students In New York University, Columbia University, and
the University of Chicago, respectively, were over 35 years of age.
Hlestand was of the opinion that the changes in technology and in the
professions had exerted pressure on many persons to return to graduate
school after 35. He also noted that the tendency toward earlier
marriage and smaller families resulted in the freedom for many
individuals to return to graduate school at that age. When 70
graduates over 35 years were surveyed to determine the type of
occupational mobility they sought through their return to graduate
school, Hlestand (p. 49) found the responses suggesting that occupa
tional mobility was sought by this group. Another interesting finding
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of Hiestand's (p. 54) was that the decision to return to graduate
school was made in a very short period by many of the subjects. This
suggests that the stated expectations of individuals regarding their
occupation may not be a reliable source of information for some people.
Marital status
Miller and Form (1964) stimmarized the influence of marriage and
children at home thusly "... the effect is to cause the worker to
remain on the job and to diminish the possibility of moving either
fr«n his job or from his community" (p. 599). They also found that
home ownership has a similar effect. In general, the more vested
Interests a man has in a community and in his home, the more reluctant
he will be to quit his job and move.
Community size
In general, the more rapidly a conmunlty is expanding, the more
active are the labor markets in it and the greater is the consequent
mobility (Brown, 1967, p. 32). An aspect of community size which has
been the subject of considerable research has been the intergeneratlonal
social mobility which has been defined as the effect of being raised
in a given size or type of community. Lipset and Bendix (1959) in
discussing research related to upward (social) mobility, stated:
The larger the community in which the son of a
worker grew up, the better his chances for upward
mobility, a relationship that does not hold for the
sons of nonmanual fathers. The positive effect of
being reared in a large city on occupational oppor
tunities is found among those who have a high school
education or better, size of community of orientation
is not positively related to greater opportunity (p. 213).
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Socioeconomic status
Caplow (1954, p. 30) stated that the differences in social status
on prestige were apparent in all societies to a greater or lesser
degree. Status-fixing attributes such as ancestry, religious office,
and political affiliation have been replaced in America by occupational
identification. Blau and Duncan (1967) supported this assumption in
the following statements:
Important as these prestige strata studied by
Warner may be in the social life of a coninunity,
however, economic rather than prestige criteria
are undoubtedly the crucial ones in the stratifica
tion system of the entire society . . , occupational
position does not encompass all aspects of the
concept of class, but it is probably the best
single indicator of it (p. 6),
The relationship between wages, education, and occupation was
described more succinctly by Reiss, Duncan, and Hatt (1961):
Both individual income and educational attainment,
which are used as measures of socio-economic status,
are known to be correlated with occupational ranks;
and both can be seen as aspects of occupational
status since education is a basis for entry into
many occupations, and for most people Income is
derived from occupation (p. 30),
Studies have shown that the socioeconomic status of the father is
positively related to (1) the educational aspirations and attainment
of his children; (2) the occupational aspiration of his children;
(3) the first job of his children; and (4) inversely related to the
number of children in the family (Blau and Duncan, 1967, chapter 9;
Llpset and Bendix, 1959, chapters III and IV).
The effect of socioeconomic status on the mobility of educators
Is difficult to predict. Sharp (1970) conducted a follow-up study in
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1963 of 25,000 students who had received baccalaureate degrees in 1958
and 5,000 graduate students who had received master degrees in 1958.
A conclusion of the study was that "teachers aspire to climb within
the system -- from elementary school to high school, from high school
to junior college, and on to a four-year college or university" (p» 47)
Several questions were raised by this conclusion regarding the occupa
tional educators:
(1) Is the socioeconomic background of some occupational
educators' specialty groups quite different from that of
others?
(2) If differences are found in the socioeconomic backgrounds
of occupational educators, how will these differences affect
their jobs and occupational mobility? As already stated,
the level of the first job is positively related to father's
occupation. Does this mean that, on the whole, the occupa
tional educators who have come from a lower socioeconomic
background will have had to make more occupational and job
changes before entering occupational education than would
those who came from a higher level of socioeconomic status?
(3) Once in occupational education, will there be a difference
in job mobility; e.g., will those whose fathers had a higher
status job tend to strive more for upward mobility than those
who came from lower status backgrounds?
(4) How will quit-rates among occupational educators be related
to differences in socio-economic background?
21
Past mobility
Lipset's and Bendix's study (1959) of 955 Oakland workers showed
some interesting conclusions regarding the interaction of different
types of mobility;
(1) There was a high degree of association among geographic
mobility, job mobility, and occupational mobility; i.e.,
someone who changed jobs more frequently was also likely to
be more geographically mobile and more likely to change
occupations more often (p. 160).
(2) The Oakland men were likely to change from one job to another
than to shift occupations, but they were more likely to
change occupations than to move to another community (pp.
159-160).
Sharp (1970, p. A9) found in her longitudinal study that five
years after the degree, those who had entered teaching were strongly
committed to their occupation. Nearly 80 percent of the baccalaureate
group and 90 percent of the group who had received master degrees in
1958 wanted to remain within the field of education, although not
necessarily at their current level.
Community attachment
Coiranunity attachment and involvement take many forms -- from
buying a house and joining voluntary associations to local political
involvements and developing friendships. The generalization is usually
made that the more involved and attached a worker is to the community,
the more reluctant he will be to move his residence. This, however.
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does not preclude the worker's changing jobs and/or occupations unless
to do so would require geographic mobility or would put social pressure
on him to change his life style in ways he does not like. This suggests
that job or occupational mobility without geographic mobility would
be more likely to be possible in a metropolis than in a small community.
In a study of church membership and occupational mobility in the
Detroit area, Curtis (1960) found little difference in church member
ship between occupationally mobile and occupationally stable individuals
Money
Income, because it is usually considered the primary reason for
employment, is often seen as a major influence in job mobility.
Theoretically, wages are hierarchial in the occupational structure
so that movements upward are accompanied by higher salaries. In
reality, numerous cases exist in which an upward shift in occupation
is accompanied by a drop in wages and vice versa. The salaries of
teachers, linked as they are to local revenue and local control,
have usually been lower than the salaries offered by the private
enterprise sector to individuals with comparable educational background.
In spite of the strong commitment to education found by Sharp
(1970, p. 49) among the large number of 1958 college graduates who
were employed in educational institutions in 1963, discontent with
salaries surfaced for male teachers in elementary and high school
levels; nearly 50 percent were dissatisfied with their salaries, a
figure unmatched by graduates employed in other occupational cate
gories (p. 50). Of those who received master degrees in 1958 and were
23
teaching in 1963, "Nearly 30 percent of the men were dissatisfied with
their income, the highest dissatisfaction percentage for any occupa
tion in the M.A, group" (p. 51).
The research cited indicates that salary is a factor in job
mobility. Furthermore, the research supports the belief that salary
may be a greater source of dissatisfaction in some occupations, e.g.,
teaching, than in others. Based on a review of a number of mobility
studies, Paraes (1968) offered two important generalizations on the
subject:
There is some evidence that the wage factor
may be more important in explaining voluntary job
separations during periods of high employment than
during periods when the labor market is looser.
It appears that in the minority of cases
where workers have actually lined-up a new job
before quitting and are thus In a position to make
a direct comparison between the two, wages and
other economic factors play a larger role in the
decision to quit than in the more typical situation
where the worker quits his job and then looks for
another (p. 28).
Job satisfaction
Wages, job security, and occupational identity are some of the
factors contributing to job satisfaction and dissatisfaction. How
ever, the nature and amount of research available on wages, job
security, and occupational identity seemed to warrant the isolation
and the separate discussion of these factors. Other factors, especially
those related to the job itself, were considered in this section.
Locke (1968, p. 7) criticized job satisfaction research of many
researchers because of their failure to define job satisfaction and
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dissatisfaction in terms of the psychological framework in vhich one's
job attitudes are formed. He developed the framework in the following
way:
(1) Job satisfaction and dissatisfaction are "complex emotional
reactions to the job." All emotions are the products of
value judgments: a "value" is that which one acts to gain
and/or keep and that which one regards as conducive to one's
welfare.
(2) Man's most basic emotions are pleasure and displeasure.
Pleasure is the consequence of (perceived) value achievement.
Displeasure is the consequence of (perceived) value negation
or value frustration.
(3) Job satisfaction and dissatisfaction are a function of the
perceived relationship between what one wants from one's job
and what one perceives it as offering or entailing.
(4) Every value has two attributes: content and intensity.
Content refers to what the person wants to gain and/or keep;
intensity refers to how much he wants to gain or keep it,
(5) Overall job satisfaction is the sum of the evaluations of
the discernible elements of which the job is composed.
Since job dissatisfaction may lead not only to job
termination, but, for those who stay, may lead to low morale
and inefficiency, institutions are Interested in the causes
of dissatisfaction as well as in the shifts that may be
occurring in the attitudes of different groups. Hulin and
Smith (1964) directed a study of 295 male and 163 female
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workers from four industries to determine sex differences
In job satisfaction. They found that in three of the four
plants, the female workers were significantly less satisfied
than the male workers.
In studying the factors that were associated with
tradesmen leaving the shop and entering the teaching pro
fession, Gerald Parks (1965) identified two intrinsic factors
as most often cited; the quest for self-realization and the
desire to be of service.
Occupational and professional attachment
Occupational mobility is linked closely with the degree of attach
ment one has with the occupation. Brown (1967), after studying the
mobility of college professors, stated:
Job switching, mostly voluntary, is the rule. The
idea of working one's way up in a single institution,
without seriously considering jobs at other schools,
is foreign to faculties. . . . Because loyalty to
discipline transcends loyalty to school and because
teaching-research skills are readily transferable
among schools, mobility is accepted and approved by
the profession (p. 25).
With the diverse backgrounds which occupational educators exhibit,
one would speculate that occupational attachment may vary considerably
from group to group as well as possibly varying between individuals
with different career patterns within groups. The individual who has
become a skilled tool and die maker, and then has become a teacher of
this occupation with no college education, may identify more with the
occupation of tool and die maker than with that of occupational educator.
Nurses' training is also designed to inculcate a professional identity.
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A nurse educator in a vocational school is caught between demands to
identify with nurses, nursing educators, occupational educators, and
educators in general.
Summary
That the study of other labor markets will be profitable for
understanding the mobility of industrial educators and will help to
guide but not to substitute for a description of the industrial
education labor market cannot be overemphasized. The literature
reviewed in this chapter has been of benefit to the understanding
of worker job mobility. Of particular importance is the problem of
"occasion" which was explained in part as the factors which are outside
the worker's control. One aspect of occasion is personnel policies
and practices of individual agencies and institutions. "Occasion"
can be directly related to the problem of job satisfaction. The point
has been made that job dissatisfaction may lead not only to job termina
tion, but for those who stay may lead to low morale and inefficiency,
and that one approach for understanding the mobility of any occupational
group is to initiate a study of job satisfaction.
The two concepts -- "occasion" and job satisfaction, cannot be
divorced from the motivation-hygiene theory of Frederick Herzberg (1959).
Two hundred engineers and accountants who represented a cross section
of Pittsburgh industry were interviewed. They were asked about events
they had experienced at work which either had resulted in a marked
improvement in their job satisfaction or had led to a marked reduction
in job satisfaction. As a result of the study, Herzberg concluded
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that the growth or motivation factors that were intrinsic to any job
are: achievement, recognition for achievement, the work itself,
responsibility, and growth advancement. The dissatisfaction-avoidance
or hygiene factors extrinsic to any job included company policy and
administration, supervision, interpersonal relationships, working
conditions, salary, status, and security.
With the foregoing review of literature in mind, this study was
developed to supplement and complement the methods and conclusions
of many authors and researchers.
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CHAPTER III. METHODOLOGY
Introduction
This chapter presented the procedures adopted for the study. The
procedures have been divided into the following sections:
(1) Definition of the population and sample.
(2) Hypotheses.
(3) Instrument for collecting data:
(a) Developcnent of the instrument.
(b) Pilot-testing of the instnanent.
(c) Data collection using the instrument.
(4) Analysis of data.
Definition of Population and
Identification of Sample
The population for the study was the certificated secondary school
industrial arts teachers in the state of Iowa. Uncertificated teachers
were not considered as belonging to the teaching profession, and so it
was thought that their mobility in and out of teaching could not be
compared with the mobility of professional teachers. Within this popula
tion, a sample the graduates (teaching option) of the Department of
Industrial Education, Iowa State University -- was selected as the
subjects for the study. This sample was selected because apart from
being representative of the population, the names and addresses of the
subjects could be more easily obtained than those of any other sample
within the population. Only those who graduated from the department
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between 1970 and 1979 -- a period of 10 years -- were included in
the study.
Having identified the sample, the Alumni Office, Iowa State
University, was contacted for a computer printout of the names and
addresses of the subjects who had qualified for teaching certification
in the state of Iowa. The printout, obtained some days following the
request, contained 180 names with their addresses. Because all the
subjects had Iowa's teaching certification, they were considered to
be Iowa teachers.
Four groups of subjects were originally identified with the
expectation that each of the subjects on the computer printout would
fall into one of the groups or the other. The identified groups were:
Group 1 - Certificated teachers of industrial arts who remained
in the same position within 1970-1979 period.
Group 2 - Certificated teachers of industrial arts who changed
position within 1970-1979 period.
Group 3 - Certificated teachers of industrial arts who were not
teaching Industrial arts but were teaching other subjects
within 1970-1979 period.
Group 4 - Certificated teachers of industrial arts who left
industrial arts teaching for employment in non-teaching
fields.
Identification of the subjects into any of the groups was not done until
after the instrument had been completed and returned by the subjects.
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Hypotheses
The development of the instrument for collecting data was preceded
by a formulation of hypotheses. The hypotheses became guides in the
development of the instrument later. Based on the research questions
raised earlier:
(1) Is the classification of the subjects dependent on such
factors as marital status and feeling about preparation for
industrial arts teaching?
(2) Are there any significant differences among the various
identified groups of subjects in terms of environmental,
professional, and sociological factors?
The following research hypotheses stated in the null form with their
corresponding statistical hypotheses stated in both null and alterna
tive forms were formulated:
(1) The classification of the groups of subjects is not dependent
on marital status.
(1) Ho: = . . . = Pj^j for j = 1 to Cwhere there
are R rows and C columns.
(ii) Ha: At least two proportions within a column differ.
(2) The classification of the groups of subjects is not dependent
on the feeling of subjects about their preparation in college
for industrial arts teaching,
(i) Ho: P^^ = P^j - , . . = Pj^^ for j = 1 to Cwhere there
are R rows and C columns.
(li) Ha: At least two proportions within a column differ.
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(3) There are no significant mean differences among the groups
of subjects in terms of age.
(i) Ho; ytgroup 1 = y^^roup 2 = ^group 3 = , . . - ^gronp K.
(ii) Ha; At least two group means are different,
(4) There are no significant mean differences among the groups
of subjects in terms of years of teaching.
(i) Ho: ^group 1 = yigroup 2 - ytgroup 3 = . , . =^group K,
(ii) Ha: At least two group means are different,
(5) There are no significant mean differences among the groups
of subjects in terms of the environmental factors.
(i) Ho; ^group 1 = ^roup 2 =^group 3 « . . . =^4. group K.
(ii) Ha: At least two group means are different,
(6) There are no significant mean differences among the groups
of subjects in terms of the professional factors.
(i) Ho: ^group 1 = ytfgroup 2 - ^group 3 = . . . =yc group K,
(ii) Ha: At least two group means are different.
(7) There are no significant mean differences among the groups
of subjects in terms of the sociological factors.
(i) Ho: ^group 1 = y*group 2 - ytgroup 3 = . . . « ^group K.
(ii) Ha: At least two group means are different.
Development of the Instrument
A questionnaire was used for this study because of the wide
geographic distribution of the subjects. The ideas of some authors
and researchers (Locke, 1968; Herzberg, 1959; Hulin and Smith, 1964)
as well as the suggestions of some professors within the College of
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Education, Iowa State University, were utilized In developing the
ques tionnalre.
Of particular importance in this exercise (questionnaire develop
ment) was the idea obtained from Locke (1968), which dealt with absolute
percept-value discrepancy.
Theoretical Function
Satisfaction -
Dissatisfaction
None
Absolute percept-value discrepancy
Adapted from Locke (1968),
Small
Moderate
Large
Locke (1968) indicated that the definition of job satisfaction
to which one subscribes determines the data collection device chosen.
Locke's conceptual definition requires that three bits of information
be gathered: what one's values are, how important the various values
are, and to what degree the individual perceives that his or her job
is contributing to or distracting from each value.
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The developed questionnaire was structured in two sections. Section
A sought demographic information about the respondents. Questions
concerning age, marital status, experience in teaching, present and
past assignments, opinion about preparation for teaching, membership
in professional organizations, and anticipation about future change
in jobs or positions were asked. Section B adopted the cliche, "If you
want to know, ask them!" implying the use of some straightforward
question of the type, "To what degree are you satisfied with different
aspects of your job?" Respondents were asked in this section to rate
a total of 39 variables grouped into three — environmental, professional,
and sociological -- variables, on a scale of one to five, ranging from
strongly dissatisfied to strongly satisfied.
The 39 variables were identified using a number of occupational
attitude instruments. Among these were: "The Job Description Index,"
developed by Hulin and Smith at Cornell; "Factors for Job Satisfaction
and Job Dissatisfaction," designed by Dunnette and others at the
University of Minnesota to test the Herzberg's theory of job satisfac
tion; and the "SRA Employee Attitude Survey." Copies of these occupa
tional attitude Instruments were found in Robinson, Athanasiou, and
Head (1969).
Pilot-Testing the Instrument
The completed questionnaire was distributed to eight graduate
students in the Department of Industrial Education, Iowa State Uni
versity, to respond to and to make necessary comments that could help
in revising the Instrument. Five professors within the College of
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Education were also requested to read and make comments on the question
naire. A preponderance of inappropriate responses to some items on the
questionnaire were received from the graduate students. The items were
examined for ambiguity and poor wording. Inadequate instructions became
apparent by the responses to some items, while the other affected ones
were found to be poorly worded. The affected items were reconstructed
either by rewording them or by changing the instructions.
Some areas of extreme sensitivity as well as inappropriate questions
also became apparent through the comments of the professors. The
affected items were eliminated from the instrument. The final instru
ment -- a questionnaire comprising 14 items in section A and 39 items
in section B -- appears in Appendix A.
Collection of Data
The questionnaire was mailed to each subject in January, 1980,
together with a cover letter and a self-addressed stamped envelope
for returning the completed questionnaire. The cover letter, apart
from introducing the researcher and the purpose of the study, also
requested the subjects to complete and return the questionnaire within
two weeks. A copy of the cover letter appears in Appendix B.
At the end of two weeks, only 70 responses out of a total of 180
mailings had been returned -- a 38.9 percent return. An allowance of
one additional week was provided before a follow-up to the non-
respondents was undertaken. At the end of three weeks, the return
of completed instrument had gone up to 84 a 46.7 percent return.
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At the expiration of the allowance period, a follow-up letter was
sent to the subjects \^o had not returned the questionnaire. The letter,
rather than specify a date, requested the subjects to complete and
return the questionnaire as early as possible. In case the first
mailed copy of the questionnaire was not received, a second copy
accompanied the follow-up letter. Following this process, 51 more
responses were received out of a second mailing of 96 -- a 53 percent
return. The total questionnaire returned from the first and second
mailings was 135 out of 180 -- a total of 75 percent return.
Analysis of Data
The data obtained from the returned questionnaires were coded on
the test scoring forms of the National Computer Systems to facilitate
analysis using the computer. During the coding of data, the subjects
were identified into groups in accordance with their responses. It
was discovered by the process of coding that 11 returned questionnaires
did not contain enough information so they were not included in the
data analysis. This left a total of 124 returned questionnaires for
analysis. Contrary to the four groups originally identified, five
finally emerged. The five groups that emerged during data coding were:
(1) Certificated teachers of industrial arts In the same position
within the 1970-1979 period.
(2) Certificated teachers of industrial arts who changed positione
within the 1970-1979 period.
(3) Certificated teachers of industrial arts who, rather than
teach industrial arts, taught subjects other than industrial
arts within the 1970-1979 period.
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(4) Certificated teachers of industrial arts who left Industrial
arts teaching for employment in other fields.
(5) Certificated teachers of industrial arts who never taught
industrial arts within the 1970-1979 period.
Various computer programs were then written using the Statistical
Package for the Social Sciences (SPSS). Before testing each of the
hypotheses for statistical significance, frequency count was taken for
each of the groups using the FREQUENCY procedure of SPSS program. The
purpose of the count was to find out if there were enough respondents
in each group for data analysis. Because there was only 0.8 percent
of the respondents in group 3, the researcher was advised to eliminate
group 3 completely from the data analysis. The remaining four groups
were used in the testing of the first three hypotheses, because the
independent variable was common to them. However, only groups 1, 2,
and 4 were used in testing the remaining four hypotheses, because
subjects in group 5 had never taught and so did not respond to the
questions related to hypotheses four through seven. Specifically,
the following procedures were adopted for testing each of the hypotheses
(1) Hypothesis one was tested by means of the chi-square test
using marital status as the independent variable and the
classification, that is, the groups of subjects as the
dependent variable.
(2) Hypothesis two was tested by means of the chi-square test
using opinion expressed by the respondents as the independent
variable and the groups of subjects as the dependent variable.
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(3) Hypothesis three was tested using the single-classification
analysis of variance with age as the independent variable
and group of subjects as the dependent variable.
(4) Hypothesis four was also tested by means of the single
classification analysis of variance using years of teaching
as the independent variable and the groups of respondents
as the dependent variable.
(5) Hypotheses five through seven were analyzed by means of the
single classification analysis of variance using each of
the factors in section B of the questionnaire as the inde
pendent variable and the groups of respondents as the dependent
variable.
The CROSSTAB procedure of the SPSS was adopted for the chi-square
tests, while the ONEWAY procedure was adopted for all hypotheses involv
ing test by means of the single classification analysis of variance.
In order to know the patterning of the 39 variables in section B
of the questionnaire, a factor analysis was run using the SPSS FACTOR
procedure and the principal iteration options. The factors were rotated
using VARIMAX rotation.
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CHAPTER IV. FINDINGS
Introduction
The major findings of this study, as presented in this chapter,
were structured in three parts:
(1) Findings related to the demography of the subjects,
(2) Findings related to the research hypotheses.
(3) Findings related to the instrument.
Findings Related to the
Demography of the Subjects
The number of respondents in each of the five groups was as shown
in Table 4.1, The total number of respondents was 124. The age of
the respondents ranged from 23 to 58 years, and the mean of the ages
was 30.5 years. It was evident from the analysis of the responses
concerning number of years of teaching that Che mean of the respondents'
Table 4.1. Percentage of respondents by groups
Absolute
frequency
Group (percentage)
1. Remained in the same teaching position within
the 10-year period 33,9
2. Changed teaching position within the 10-year
period 17.7
3. Teaching subjects other than industrial arts
within the 10-year period 0.8
4. Changed job (from teaching to non-teaching)
within the 10-year period 28,2
5. Never taught within the 10-year period 19.4
Total 100
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teaching experience was 3.97 years with the period of teaching, as
presented In Table 4.2, ranging from one to 24 years.
Table 4.2. Percentage of response by number of years of teaching
of respondents®
Number of years Relative frequency
of teaching (percentage)
0 19.4
1 8.1
2 18.5
3 8.1
4 9.7
5 8.9
6 8.1
7 3.2
8 4.8
9 2.4
10 2.4
11 1.6
14 1.6
15 0.8
17 0.8
24 0.8
Total 100
^ean « 3.967; median = 2.950; standard deviation « 3.977.
Concerning the question, "What was your primary assignment when
you started teaching?" it was found that 78.2% of the respondents
taught industrial arts, 0.8% taught subjects other than industrial
arts, while 16,9% of the respondents did not go into teaching. How
ever, concerning their present primary assignment, 49.2% of the
respondents reported teaching industrial arts, 47.6% reported not
teaching at all, while the remaining 3.2% did not respond to the item,
Those who did not go into teaching after graduation from college and
^7
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those who fell out of teaching took up jobs that were not teaching-
related. The jobs included: farming, insurance, real estate,
construction, and manufacturing, sales, and private business.
Another finding was concerned with the respondents' reasons for
deciding to pursue industrial arts teaching as a career in college.
Of the total respondents, 9,7% made the decision because of the advice
or the influence of their parents, while 24.2% made the decision
because of the advice of friends. The decision to pursue industrial
arts teaching as a career by 4% of the respondents was influenced by
either their high schools' or the Iowa State University's guidance
counselors, while 23.4% made the decision based on the influence of
their industrial arts teachers in the high school. Additional reasons
were given by 57.3% of the respondents for choosing industrial arts
teaching as a career. The reasons included: interest in skills'
teaching, dropping out of engineering, interest in industry and
engineering, previous industrial experience, results of college
interest test, and personal choice.
Concerning the feelings of the respondents about the preparation
which they had in college for industrial arts teaching, it was found
that 61.3% of the respondents felt adequately prepared, while 35.5%
felt that the training they had was not adequate. The remaining 3.2%
of the respondents expressed no opinion about their preparation. A
follow-up to the question of preparation for teaching stated, "In
which areas did you feel least prepared?" Analysis showed that 25.8%
of the respondents indicated that they had least preparation in teaching
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methods (including the management of industrial arts laboratories),
39,9% in human and public relations, while 26.6% indicated that they
were least prepared in the knowledge of subject matter. Additional
coiranents on the question revealed the feeling by those respondents who
felt inadequately prepared in college that the time allocation to a
course during a quarter was not really sufficient to gain the skills
needed to teach others. These respondents felt that the ideology of
college and the reality of the secondary school industrial arts class
room were too far apart. However, other comments by those respondents
who felt adequately prepared indicated that Iowa State's industrial
education program was one of the best things that had happened to them.
The respondents who had changed jobs or positions since graduation
were asked whether or not their present jobs or positions were better
than the others they had had since graduation. While 90.5% of them
felt that their present jobs or positions were better than the former
ones, 9.5% felt that their former jobs or positions were better than
their present jobs or positions.
One would expect professionals to belong to some of the pro
fessional organizations in their fields. Analysis of the data per
taining to the membership of the respondents in professional organiza
tions in teaching revealed that 7.3% of all the respondents had
membership in the State or National Vocational Association. Member
ship by the respondents in the State or National Industrial Arts
Association totalled 15.37o, while their membership in the State or
National Educational Association totalled 29.8%. S<»iie of the respondents
(17.7%) had membership In other associations, such as the Epsllon Pi Tau
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(the international honor society in industrial arts and industrial-
vocational education) and the Phi Delta Kappa (an organization of
professional educators). The number of respondents that belonged to
each association by groups of respondents was presented in Table 4.3.
Table 4.3, Number of membership in professional organizations by
classification of respondents
Professional organization Group 1 Group 2 Group 4 Total
American or State
Vocational Association 4 3 2 9
American or State
Industrial Arts Association 9 4 5 18
National or State
Educational Association 18 8 10 36
Other professional associations 8 6 6 20
Analysis showed further that 91.6% of the respondents to the
question on membership in professional organizations indicated that
the decision to change or not to change their jobs or positions was
not affected by their belonging to one professional organization or
the other, while 8.4% felt that their decisions were influenced by
their membership in professional organizations.
The responses to the question, "Are you currently looking for
another job or position seriously?" showed that 24.9% of the respondents
were seriously looking for other jobs or positions. A breakdown of
this proportion looking for other jobs or positions showed that 3.2%
(made up of some respondents currently teaching) were looking for
another teaching position, while 0.8% (currently teaching) was looking
43
for an administrative position in education. Fifteen and eight-tenths
percent (composed of respondents currently teaching -- 70% of this
proportion had remained in the same position within the 10-year period,
while 30% had changed teaching positions within the 10-year period)
were looking for jobs in industries. This was an indication that sane
of the respondents who remained in teaching were anticipating to go to
work in industries.
Concerning the question, "Do you anticipate any change in Job or
position in the next five years?" 62.9% of the respondents anticipated
a change of job or position, while 26.6% did not anticipate any change
in job or position. The remaining 10.5% did not express any opinion
about anticipation for change of job or position.
Findings Related to the Research Hypotheses
The following were the findings concerning the seven hypotheses
formulated for this study.
Hypothesis one
It was hypothesized that the classification of the groups of
respondents would be independent of marital status. Table 4.4 presented
the results of the test of this hypothesis. The chl-square test was not
significant at the .05 level, so the null hypothesis was accepted. The
result Indicated that the classification of the groups of respondents
was not a function of the marital status of the respondents.
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Table 4.4. Responses of subjects about marital status by group'
Group
1
2
4
5
Column subtotal
Single
9(7,23)
1(3.79)
5(6.02)
6(3.96)
21
Response
Married
33(34.77)
21(18.21)
30(28.98)
17(19.04)
101 Total
Row
subtotal
42
22
35
23
122
No^. X - 4,48256; df - 3; probability = 0.2139.
lumbers in parentheses indicate the expected frequencies.
Hypothesis txro
Hypothesis two in the null format stated: "The classification of
the groups of respondents is not dependent on the feelings of the
subjects about their preparation for industrial arts teaching." The
result of the chi-square test of the hypothesis, presented in Table 4,5,
was not significant at the .05 level. This led to the acceptance of the
Table 4.5. Responses of subjects about preparation for industrial
arts teaching by group®
Group
1
2
4
5
Column subtotal
Response
Felt well Did not feel Row
prepared well prepared subtotal
21(26.18) 20(14.82) 41
13(14.05) 9 (7.95) 22
27(22.35) 8(12.65) 35
15(13.41) _6 (7.59) 21
76 43 Total 119
iiote. ^ =6.25266; df =3; probability =0.099.
^Numbers in parentheses indicate the expected frequencies
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null hypothesis. The classification of the respondents was not a
function of the feeling about preparation in college for industrial
arts teaching.
Hypothesis three
It was hypothesized that there would be no significant mean
differences among the groups of subjects in terms of age. The result
of the test of the hypothesis was shown in Table 4.6. By the Scheffe's
procedure ranges at the .05 level, no two groups were significantly
different one from the other. The null hypothesis was accepted.
Table 4.6, Analysis of variance of the age of respondents^
Source df SS MS F
Between groups 3 141. 2079 47.0693 1.053
Within groups 119 5,318. 6516 44.6945
Total 122 5,459. 8594
^Probability of F = 0.3718.
Hypothesis four
The hypothesis in the null format stated that there were no
significant mean differences among the groups of subjects in terms
of the number of years of teaching. A test of the hypothesis yielded
a significant result (F = 7.479; df = 2,95; p<.01). The results were
presented in Table 4,7. The null hypothesis wag rejected in favor of
an alternate h3rpothesis that at least two group means were different.
By the Scheffe's procedure ranges for the .05 level, group 4 was
significantly different from groups 1 and 2. The mean of years of
46
Table 4.7, Analysis of variance of the number of years of teaching
by respondents^
Source df SS MS F
Between groups 2 196, 5610 98.2805 7.479
Within groups 95 1,248. 3456 13.1405
Total 97 1,444. 9065
^Probability of F = 0,001.
teaching for group 4 was three years as compared to the mean of years
of teaching for group 1 (5.9 years) and group 2 (6.1 years).
Hypothesis five
Hypothesis five predicted that there would be no significant mean
differences among the groups in terms of the environmental factors. The
results of the analysis of variance for a test of the hypothesis were
shown in Table 4.8. No significant mean differences were found among
the groups (F = 1,558; df « 2,65; probability = .2183). The null
hypothesis was accepted. Analysis of variance results using each of
the 16 environmental factors as the independent variable showed that
Table 4.8. Analysis of variance of the responses of subjects regarding
the environmental factors®
Source df SS MS F
Between groups 2 197,7962 98.8981 1.558
Within groups 65 4,126.0210 63.4772
Total 67 4,323.8164
^Probability of F » 0.2183.
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at least two groups were different in terms of size of classes (F »
3.669; df = 2,88; p<,05). The result waa showi in Table 4,9.
Table 4.9, Analysis of variance of the responses of subjects regarding
size of classes^
Source df SS MS F
Between groups 2 7.9574 3.9787 3.669
Within grotips 88 95.4270 1.0844
Total 90 103.3843
No^. Mean of group 1 ^ 3,5750; mean of group 2 = 3.3810; mean
of group 4 = 2,90. Standard deviation of group 1 = 0,9578; standard
deviation of group 2 = 0.9735; standard deviation of group 4 = 1.1847.
^Probability of F 0,03,
Hypothesis six
It was hypothesized that there would be no significant mean
differences among the groups in terms of the professional factors.
The results of the analysis of variance, presented in Table 4.10,
showed a significant F-ratio (p<.05). By the Scheffe's procedure
ranges for the .05 level, no two groups were significantly different.
Table 4.10. Analysis of variance of the responses of subjects regani-
ing the professional factors®
Source df SS MS F
Between groups
Within groups
Total
2
75
77
389.5974
4,493.9414
4,883.5352
194.7987
59.9192
3.251
N^, Mean of group 1 = 46.09; mean of group 2 = 45,18; mean of
group 4 = 41,21. Standard deviation of group 1 « 7.4546; standard
eviation of group 2 - 8.6330; standard deviation of group 4 • 7.5089.
^Probability of F = 0.044.
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The null hypothesis was accepted. However, analysis of variance
results using each of the professional factors as the independent
variable showed significant differences among the groups concerning
students' attitude and achievement, teaching and advising load, and
preparation required for classroom teaching. The results were presented
in Tables 4.11 to 4.13, Concerning students' attitude and achievenent
(Table 4.11), group 1 was more satisfied than group 4. Concemiog
teaching and advising load (Table 4.12), group 1 was more satisfied
than group 4, while regarding preparation required for classroom
teaching (Table 4.13), group 1 was more satisfied than groups 2 and 4.
Table 4.11. Analysis of variance of the responses of subjects regard
ing students' attitude and achievement^
Source df ss MS F
Between groups 2 9.9634 4.9817 4.728
Within groups 88 92.7176 1.0536
Total 90 102.6810
Note. Mean of group 1 = 3.13; mean of group 2 = 2.57; mean of
group 4 = 2.40. Standard deviation of group 1 = 1.0424; standard
deviation of group 2 = 0.9258; standard deviation of group 4 = 1.07,
Probability of F « 0,0112.
Hypothesis seven
The hypothesis predicted that there would be no significant mean
differences among the groups of subjects in terms of the sociological
factors, A test of the hypothesis by the single classification analysis
of variance did not yield a significant F-ratio (F = 2,758; df := 2,84;
F probability = 0,0692). The null hypothesis was, again, accepted.
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Table 4.12. Analysis of variance of the responses of subjects regard*
ing teaching and advising load
Source df SS MS F
Between groups 2 10,.6866 5.3433 6.062
Within groups 86 75,.8074 0.8815
Total 88 86,.4940
Note. Mean of group 1 = 3.69; mean of group 2 = 3.40; mean of
group 4 = 2.90, Standard deviation of group 1 = 0.8631; standard
deviation of group 2 = 1.1425; standard deviation of group 4 = 0.8847,
^Probability of F = 0.003.
Table 4.13. Analysis of variance of the responses of subjects regard*
ing preparation required for classroom teachir^j®
Source df SS MS F
Between groups 2 15,.35 7.6764 8.395
Within groups 88 80 .47 0.9144
Total 90 95,.8240
Note. Mean of group 1 = 3.65; mean of group 2 = 2.86; mean of
group 4 = 2,80. Standard deviation of group 1 = 0,7696; standard
deviation of group 2 = 1.1084; standard deviation of group 4 « 1.0635
^Probability of F = 0,0005.
The analysis of variance results using each of the sociological factors
as the independent variable showed significant differences among the
groups. The results of the test of this hypothesis were shown in
Tables 4.14 to 4.16.
The results of the analysis of variance using each of the sociological
factors as the independent variable showed significant differences among
the groups in terms of student contact and individual freedom in the
school. These results were presented in Tables 4.15 and 4.16.
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Table 4.14. Analysis of variance of the responses of subjects regard
ing the sociological factors®
Source df SS MS F
Between groups 2 159. 9510 79.9755 2.758
Within groups 84 2,435. 9546 28.9995
Total 86 2,595. 9055
^^Probability of F = .0692.
Concerning student contact (Table 4.15), group 1 was more satisfied
than group 4. In regard to individual freedom in the school (Table
4.16), again, group 1 was more satisfied than group 4.
Table 4.15. Analysis of variance of the responses of subjects regard
ing student contact^
Source df SS MS F
Between groups 2 4 .9188 2.4594 3.319
Within groups 88 65 .2128 0.7411
Total 90 70 .1317
Note. Mean of group 1 « 3.93; mean of group 2 = 3.81; mean of
group 4 = 3.40. Standard deviation of group 1 = 0.7299; standard
deviation of group 2 = 0.6016; standard deviation of group 4 = 1.1326,
^Probability of F = 0.0408.
Table 4.16. Analysis of variance of the responses of subjects regard
ing individual freedom in school®
Source df SS MS F
Between groups 2 7.0762 3.5381 3.301
Within groups 88 94.3080 1.0717
Total 90 101.3841
Note. Mean of group 1 = 3.98; mean of group 2 = 3.67; mean of
group 4 = 3,33. Standard deviation of group 1 = 0.9997; standard
deviation of group 2 = 1.0163; standard deviation of group 4 = 1,0933.
^Probability of F = 0.0414.
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Findings Related to the Instniment
For an exploration and detection of the patterning of the 39
variables in section B of the instrument (Appendix A), a five-factor
analysis was run. The rotated factor matrix was shown in Table 4.17.
Inspection of the five factors indicated that the instrument compriaed;
Factor 1
Bl
B5
B6
BIO
B13
B17
B18
B26
B27
B30
B31
B34
B35
Factor 2
B4
B16
B36
B37
B38
B39
Factor 3
B2
B7
B19
B22
B23
B24
B33
Factor 4
B3
B20
B21
B25
Opportunity for creativity
Degree of emphasis on industrial arts in school
Students' interest in industrial arts
Facilities and/or material available
Prestige of position
School's discipline situation
Students' attitude and achievement
Supervision received
Security of position
Contract renewal
Relationship with school's administration
Community standards for teachers
School's policy and long-range goals
Size of community
Health
Relationship with colleagues
Relationship with people in the community
Student contact
Individual freedom in the school
Hours of work
Size of classes
Number of meetings to attend as industrial arts teacher
Teaching and advising load
Available teacher aids
Preparation required for classroom teaching
Required extracurricular activities
Salary
Interest in teaching
Feeling of accomplishment
Advancement opportunities in the district
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B28 - Challenge of job or position
B29 - Advanced positions available
Factor 5
B8 - Distance from home, community, or parent
Bll - Geography of the state
B12 - Prestige of school
53
Table 4.17, Varimax rotated factor matrix for the 39 variables in
section B of the questionnaire
Bl 0.53214 0.19803 0.17811 0.06058 0.06695
B2 -0.13043 0.25371 0.63391 -0,15525 0.08164
B3 0.10065 -0.03826 0.23101 0.51869 -0.03041
B4 0.15087 0.40695 -0.06382 0,03080 0.34544
B5 0.59261 0.11261 -0.06211 -0.12722 0.26349
B6 0.71599 0.11406 -0.00426 0.00120 0.09833
B7 0.10243 0.35271 0.38774 -0.04189 0.19361
38 -0.04353 -0.04896 0.16904 0.02553 0.38820
B9 0.06164 0,08043 0.30838 0.32935 0,32809
BIO 0.54541 0.12661 0.48555 0.30318 0.06416
Bll 0.03096 0.25821 0.01984 0.12457 0.60362
B12 0,14697 0.16306 -0.01863 0.09079 0.78064
B13 0.42858 0.42325 0.11183 0.21549 0.36847
B14 0.06222 0.18989 0.19293 -0.20577 0.22852
B15 -0.14792 0.19201 0.22072 -0.09428 0.14699
B16 0.05227 0.54137 0.03392 0.21783 0,05189
B17 0.53381 0.22967 0.22280 0.14888 0.11255
B18 0,45267 0.38481 0.03983 0.21675 0.17587
B19 0,19807 0,02155 0.47292 0.21918 0.12389
B20 0.32532 0.39889 0.10869 0.63644 -0.07996
B21 0.32158 0.38294 0,04257 0.66165 -0.08361
B22 0.14581 0.02683 0.1508 0.12232 0.03636
B23 0.23576 -0.09837 0.49202 0.08803 0.17555
B24 0.18527 0,22685 0.48781 0.11498 0.15907
B25 -0.00710 0.00970 -0.01610 0.62369 0.18396
B26 0.59833 0.22746 0.04689 0.12708 0.08697
B27 0.48056 -0.13344 0.02307 0.24264 -0,05282
628 0.17116 0.45951 -0,04812 0.48399 0,03773
B29 0.06561 0.04508 -0,06675 0.49779 0,11006
B30 0.64637 -0.19420 0.14708 0,17291 -0,21955
B31 0.80365 0.12402 0.07197 0.05337 -0.00333
B32 0.81065 0.10613 0.02571 0.25420 -0.03966
B33 -0.01626 0.08971 0,60514 -0.09666 -0.21040
B34 0.40101 0.16403 0.29200 -0.11196 0,07584
B35 0.40195 -0.04790 0.20641 0.01220 0.38058
B36 0.07447 0,53029 0.21726 -0,00944 0.06297
B37 0.12917 0.69190 0.03576 0.05417 0.11840
B38 0.07389 0.73452 0.20152 0,07756 0,04847
B39 0,43806 0,54892 0.41945 -0,05489 -0.19076
Note. The 39 variables were coded as follows: Bl to B16 (Environ
mental factors); B17 to B30 (Professional factors): B31 to B39 (Socioloe'
ical factors).
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CHAPTER V. SUMMARY, CONCLUSIONS,
AND RECOMMENDATIONS
Introduction
The problem of this study was to determine the factors related
to the mobility of selected Iowa secondary schools' industrial arts
teachers; the purposes were to:
(1) Generate information that could be helpful to the vocational
program administration in hiring personnel and in meeting
in-service education needs.
(2) Provide information that could be helpful to industrial arts
teacher training departments/institutions as to the possible
ways of updating curriculum so as to be further responsive
to the potential teachers' needs.
(3) Generate information concerning the job-satisfying and
dissatisfying factors which could be useful to administrators
in coping with the personal needs of teachers.
The teachers who graduated from the Department of Industrial Education
(teaching option), Iowa State University, between 1970 and 1979 were
selected as the subjects for the study. The subjects, by their
responses to the questionnaire for the study, were identified into the
following groups:
Group 1 - Certificated teachers of industrial arts in the same
position within the lO-year period.
Group 2 - Certificated teachers of industrial arts who changed
positions within the lO-year period.
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Group 3 - Certificated teachers of industrial arts who, rather
than teach industrial arts, taught subjects other than
industrial arts within the 10-year period.
Group 4 - Certificated teachers of industrial arts who left
industrial arts teaching for employment in other fields
within the 10-year period.
Group 5 - Certificated teachers of industrial arts who never
taught industrial arts within the 10-year period.
Conclusions
The following conclusions were drawn in regard to each of the
seven hypotheses formulated for the study:
Hypothesis one
Hypothesis one predicted that the classification of the groups
of subjects would be independent of the subjects' marital status.
Based upon the findings related to this hypothesis (Table 4.4), the
following conclusion was drawn: that the classification of the groups
of subjects in this study was not a function of the marital status of
the respondents.
Hypothesis two
Hypothesis two predicted that the classification of the groups
of subjects would be independent of the feelings of the subjects about
their preparation in college for the teaching of Industrial arts.
Based on the findings related to this hypothesis (Table 4,5), the
following conclusion was drawn; that the classification of the groups
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of subjects in this study was not a function of the respondents* feel
ings about their college preparation for teaching industrial arts.
Hypothesis three
The prediction of hypothesis three was to the effect that there
would be no significant mean differences among the groups of subjects
in terras of age. Based upon the findings for the hypothesis (Table 4.6),
it was concluded that no two groups of subjects in this study were
significantly different from each other in terms of age.
Hypothesis four
Hypothesis four predicted that there would be no significant mean
differences among the groups of subjects in terms of years of teaching.
Based on the findings related to this hypothesis (Table 4.7), the follow
ing conclusion was drawn: that there were differences among the groups
of subjects regarding the number of years of teaching. Respondents
who had remained in the same position within the lO-year period (group 1)
and those who had changed teaching positions within the 10-year period
(group 2) had been in teaching longer than the respondents who left the
teaching of industrial arts for employment in other fields (group 4).
Hypothesis five
Hypothesis five predicted that there would be no significant mean
differences among the groups of subjects in terms of the environmental
factors. Based on the findings related to this hypothesis (Tables 4.8
and 4,9), the following conclusions were drawn:
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(1) That the groups of subjects did not differ among one another
regarding the environmental factors considered together.
(2) That when the variables constituting the environmental factors
were considered, one at a time, the groups of subjects
differed among one another concerning size of classes.
Group 1 was more satisfied than group 4 (mean of group 1 "
3,58; mean of group 2 = 3,38; mean of group 4 = 2,90).
Hypothesis six
Hypothesis six predicted that there would be no significant mean
differences among the groups of subjects in tenns of the professional
factors. Based on the findings related to this hypothesis (Table 4.10),
the following conclusions were drawn:
(1) That the groups of respondents in this study did not differ
significantly, one from the other, concerning the professional
factors.
(2) That when the variables constituting the professional factors
were considered, one at a time, the groups of respondents
differed, one from the other, in terms of students* attitude
and achievement, teaching and advising load, and preparation
required for classroom teaching.
Hypothesis seven
The prediction of hypothesis seven was to the effect that there
would be no significant mean differences among the groups of subjects
in terms of the sociological factors. Based upon the findings related
58
to this hypothesis (Tables 4.14 to 4.16), the following conclusions
were drawn:
(1) That when the sociological factors were considered together,
no two groups of subjects were different frcrai each other.
(2) That when the variables constituting the sociological factors
were considered, one at a time, the groups differed, one
from the other, in terms o£ student contact and iiuSividual
freedom in the school.
Summary
In summary, these were the major conclusions of this study:
(1) That contrary to what the review of literature indicated,
the classification of the groups of subjects in this study
was independent of whether the subjects were married or
single.
(2) That the classification of the groups of subjects in this
study was not a function of the subjects' feelings concern
ing the preparation they had in college for the teaching
of Industrial arts.
(3) That there were no significant differences among the groups
of subjects in terms of the environmental, professional, and
sociological factors.
(4) That when the 39 variables constituting the environmental,
professional, and sociological factors were considered, one
at a time, differences were found among the groups concerning:
(a) Size of classes.
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(b) Students* attitude and achievement.
(c) Teaching and advising load.
(d) Preparation required for classroom teaching.
(e) Student contact.
(f) Individual freedom in school.
(5) That when the 39 variables constituting the environmental,
professional, and sociological factors were factor analyzed,
a new patterning of the variables emerged in accordance with
the responses of the subjects (pp. 51-52).
(6) That the pattern of mobility of the selected Iowa secondary
schools' industrial arts teachers was not a very clear
phenomenon. All that was discernible was that almost 60% of
the respondents had either changed position, or changed from
teaching to non-teaching jobs, or did not teach within the
10-year period. It was also clear from the analysis of
responses that 63% of the respondents were anticipating
change in job or position within the next five years. Of
this proportion, 43% had remained in the same position within
the 10-year period, while 18% had changed teaching position
within the same period.
Recommendations
In view of the foregoing findings of this study. It is recomnended
that:
(1) Further research be initiated to find out why many graduates
prefer not to teach after graduation or leave teaching for
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non-teaching jobs after a period of time.
(2) Further research be carried out concerning how industry
attracts and sustains industrial arts teachers.
(3) This study be replicated in the next 10 years to find if
more insight could be gained into the patterns of mobility
of the graduates of the Department of Industrial Education,
Iowa State University, or any other sample within the popula
tion of the secondary schools* industrial arts teachers in
Iowa.
(4) Consideration be given, in replicating this study, to the
reorganization and inclusion of the 39 variables constituting
the environmental, professional, and sociological factors.
The five factors (pp. 51-52) could be used instead of the
arbitrary grouping of variables used in the instrument for
this study.
(5) Attention be drawn, by program administrators as well as
teacher training departments and institutions, to the factors
with which teachers who had moved out of teaching were not
satisfied. The factors were:
(a) Size of classes.
(b) Student attitude and achievement.
(c) Teaching and advising load.
(d) Student contact,
(e) Preparation required for classroom teaching.
(f) Individual freedom in school.
61
RSFERENCES
Balyeat, E, Facts Affecting the Acquisition and Retention of College
Faculty. Washington, D.C,: U.S. Department of Health, Education, and
Welfare, 1968.
Blau, P. M., and Duncan, 0, D, The American Occupational Structure.
New York; John Wiley and Sons, 1967.
Brown, D. G. The Mobile Professors. Washington, D,C.: American
Council on Education, 1967.
Caplow, T. The Sociology of Work. Minneapolis: University of Minnesota
Press, 1954.
Curtis, R. F. Occupational Mobility and Church Participation. Social
Forces, May 1960, 315-319.
Davidson, P. E,, and Anderson, D. H. Occupational Mobility in an
American Community, Stanford: Stanford University Press, 1937.
Evans, R, N. Foundations of Vocational Education. Coliunbus, Ohio:
Charles E. Merrill Publishing Co., 1971,
Evans, R, N., and McLoskey, G. Rationale for Career Education, Journal
of Industrial Teacher Education, Winter 1973, J^, 6-17,
Hall, R. H. Occupations and Social Structure. Englewood Cliffs, New
Jersey: Prentice-Hall, Inc., 1969.
Herzberg, F,, Mausner, B., and Snyderman, B, B. The Motivation to
Work (2nd ed,). New York: John Wiley and Sons, 1959.
Hiestand, D. L. Changing Careers of the Thirty-Five. New York:
Columbia University Press, 1971.
Hulin, C. L., and Smith, P. C. Sex Differences in Job Satisfaction,
Journal of Applied Psychology. April 1964, 88-92,
Jackson, E, F., and Crockett Jr., H, J, Occupational Mobility in the
United States: A Point Estimate and Trend Comparison. American
Sociological Review. February 1964, 29, 5-15.
Katzell, R. A. Personal Values, Job Satisfaction and Behavior. In
H. Borow (Ed.), Man in a World at Work. Boston: Houghton Mifflin Co.,
1964.
62
Katzell, R, A,, Korman, A. K., and Levlne, E, L. Research Report No. 1,
Overview Study of the Dynamics of Worker Job Mobility. Washington,
D.C,: Department of Health, Education, and Welfare, Social Rehabilita
tion Services, 1971.
Kay, E. R, Vocational Education: Characteristics of Teachers and
Students. Washington, D.C.: U.S. Government Printing Office, 1970.
Kleinbaum, D. G., and Kupper, L. L. Applied Regression Analysis and
Other Multivariable Methods. North Scituate, Massachusetts; Duxbury
Press, 1978.
Lipset, S. M., and Bendix, R. Social Mobility in Industrial Society.
Berkeley: University of California Press, 1959.
Locke, E, A, What is Job Satisfaction? A speech presented at the
American Psychological Association Convention, San Francisco, August
1958.
Medsker, L. L., and Tillery, D. Breaking the Access Barriers: A
Profile of Two-Year Colleges, New York: McGraw-Hill Book Co., 1971.
Miller, D. C., and Form, W, H. Industrial Sociology. New York: Harper
and Row, 1951.
Miller, D, C., and Form, W. H, Industrial Sociology (2nd ed.). New
York: Harper and Row, 1964.
Monroe, C. R. Profile of the Community College. London: Jossey-Bass,
Inc., 1972.
Nie, N, H,, Bent, D. H., and Hull, G. H, Statistical Package for the
Social Sciences (SPSS). New York: McGraw-Hill, 1970.
Ott, L, An Introduction to Statistical Methods and Data Analysis.
North Scituate, Massachusetts: Duxbury Press, 1977.
Palmer, G. Labor Mobility in Six Cities. New York: Social Science
Research Council, 1954.
Parks, G. A. Circumstances Surrounding Situs Moves of Certain Trades
men into Industrial Vocational Teaching. Journal of Industrial Teacher
Education. Fall 1965, 3, 10-20.
Parnes, H. S. Labor Force; Markets and Mobility. International
Encyclopedia of the Social Sciences. 1968, 8, 481-486.
Perrucci, R. The Significance of Intra-Occupational Mobility: Some
Methodological and Theoretical Notes, Together with a Case Study of
Engineers. American Sociological Review. December 1961, 26, 874-883.
63
Relnhart, B. Lack of Data: Planning and Bottleneck. American Voca
tional Journal. March 1971, 38-41.
Rel8S| A, J,, Duncan, 0. D,, and Hatt, P. K, Occupations and Social
Status. New York: Free Press of Glencoe, 1961,
Robinson, J, P., Athanaslou, R., and Head, K. B. Measures of Occupa
tional Attitudes and Occupational Characteristics. Ann Arbor: Institute
for Social Research, 1969.
Sharp, L. M. Education and Employment: The Early Careers of College
Graduates. Baltimore: The John Hopkins Press, 1970.
Taylor, L. Occupational Sociology, New York: Oxford University
Press, 1968,
Thomas, E. J, Role Conception and Organizational Size, American
Sociological Review, February 1959, 2^, 30-37,
Wlens, A. E. The Characteristics of "Mobile" and "Stable" Occupational
Education by Specialty and by Type of School, Washington, D.C.:
Office of Education (DHEW), 1974.
Wilensky, H. L. The Professlonalizatlon of Everyone? American Journal
of Sociology. September 1964, 2, 137-158.
Wolfbem, S. Work in American Society. Glenview, Illinois: Scott,
Foresman and Co., 1971.
64
APPENDIX A. THE QUESTIONNAIRE
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INSTRUCTIONS
Please read the entire instrument and then check , circle (0)>
or write in the most appropriate response and return in the self-addreflSed
envelope provided.
SECTION A
This section seeks information about the demographic factors related
to your job, both past and present.
1. V/hat is your age? years
2. What is your marital status? 1. Single (widowed, separated,
divorced, never married)
2, Married (living with spouse)
3. For how long have you been teaching? years
4. What was your primary assignment \^en you started teaching?
5. What is your primary assignment presently?
6. Vrtiy did you choose to pursue industrial arts teaching as a career in
college? (Check all that apply.)
Advice or influence of parents
Advice or influence of friends
Advice of high school guidance counselor
Advice of Industrial arts teacher
Others (specify)
7, Did you feel adequately prepared for industrial arts teaching when you
graduated?
Yes
No
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8. In which areas did you feel least prepared?
Teaching methods
Human/or public relations
Knowledge of subject matter
Others (specify)
Skip Question 9 if your present job is your first job following
graduation.
9. Do you like your present job/or position better than any other(s)
you have had since graduation?
Present job/or position is better than former oneCs),
Present job/or position is not better than former one(s).
10. To which of the following organizations do you belong?
American/or State Vocational Association
American/or State Industrial Arts Association
_____ National/or State Educational Association
Others (specify)
11. Do you feel that your involvement in any of the professional
organizations affected your decision to change or not to change
job/or position?
Yes
No
12. Are you currently looking for another job/or position seriously?
Yes
No
Skip Question 13 if your response to Question 12 is "No."
13. What type of job/or position are you seriously seeking now?
_____ Education (Teaching)
Education (Administration)
Job in industry
Others (specify)
14. Do you anticipate any change in job or position in the next five years?
Yes
No
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SECTION B
This section seeks information about your present or past position.
If yotl have changed your job or position since graduation, rate the
following factors relative to your former job or position. If you have
not changed your job or position since graduation, rate the factors
relative to your present job.
A. Environmental factors
Opportunity for creativity
Hours of work
Salary -
Size of community
Degree of emphasis on Industrial Arts in school -
Students' Interest in Industrial Arts
Size of classes —
Distance from home, community or parent --------
Distance from spouse's home, ccxnmunlty or parent
(if married) ---—-----——
Facilities and/or materials and equipment avail
able
Geography of the state
Prestige of school
Prestige of position
Spouse's and your own job locations (if married)-
Distance from some close friends
Your health
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B. Professional factors
School's discipline situation
Students' attitude and achievement
Number of meetings to attend as Industrial Arts
teacher —------—
Interest in teaching
Feeling of accomplishment
Teaching and advising load
Available teacher aids —
Preparation required for classroom teaching
Advancement opportunities in the district —
Supervision received
Security of position
Challenge of job or position
Advanced positions available
Contract renewal —
C. Sociological factors
Relationship with school's administration
Administrative support and backing on decisions
Required extracurricular activities
Community standards for teachers
School's policy and long-range goals —
Relationship with colleagues ---
Relationship with people in community
S tudent contact
Individual freedom in the school —
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APPENDIX B. CORRESPONDENCE
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Dear Educator
I am a graduate student in Industrial Education con
ducting a study on the patterns of job mobility of the
products of the Department of Industrial Education. Apart
from foming a part of the requirements for my graduation
the study will serve the following purposes:
(1) Providing information for understanding the mo
bility of industrial educators.
(2) Generating information relative to job mobility
which could be helpful to the local program
administrator in hiring personnel and in meeting
in-service education needs. "
(3) Providing information to industrial arts teacher
training departments/or institutions as to the
possible ways of updating curriculum to be
further responsive to the potential teachers' needs
^ grateful if you could complete and returnthe attached cuestionnaire within two (2) weeks. I wish rn
assure you that all responses will be kept confidential and
your name is not recuired on the ouestionnaire. The
seir-addressed stamped envelope is provided for your con
venience. r u
^ appreciate your devoting a few minutes outof your busy schedule to make this study a success.
.Sincerely,
Pet^r "Awotunde
Enclosure s
Approved;
Dr ^ WiHiam d! ^^olansk,^
Professor and Head /
Department of Indust^al Education
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Iowa State Umvcrsit^ of Science and Technology Ames, Iowa 50011
February 11, 1980
College of Education
Indusirial Education
Telephone 51^-294-i033
Dear Industrial Education Graduate:
Aquestionnaire to survey the patterns of Job mobility of the graduates
of the Department of Industrial Education was sent to you in January,
1980. At the time of this writing, the completed instrument has not
been returned to me. I am enclosing another copy for your response
in case the questionnaire was not received by you.
This study cannot be successfully concluded without your support and
cooperation, I will be grateful if you would complete and return the
questionnaire as early as possible. Your response to each of the questions
in Section A and B is essential to the findings of the study.
Thank you for your cooperation and assistance by participating in this
study.
Sincerely,
Peter Awotunde
Enclosure
"William D. Wolanslcy
Professor and Head
Department of Industrial Education
